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The concept of lifelong learning based on the acquisition and development of competences 
proves to be a significant trend in the Czech curriculum reform and an important milestone of 
human resource management and development. With regard to its social dimension and 
usefulness within company strategies, it can be considered important for adult education and 
human resource management and development. This entry intends to present the competency-
based model of individuals’ learning and development as now prevalent in the Czech 
Republic and the European Union. It further aims to present data gathered in researches, 
carried out in 2005 and 2009, which focused on the dynamics of the labour market demands. 
The questionnaire research addressed 293 respondents from small and medium-sized 
companies. The other part of the research focused on an analysis of vacancy advertising for 
selected positions. These researches show the need for lifelong learning and development of 
employees, and, above all, the necessary ability of organizations to anticipate certain 
economic phenomena and to react more flexibly to the outer economic environment. This way 
the organizations shall be competitive. The competency-based model seems optimal here, 
enabling an individual to succeed on the labour market of the globalized society affected by 
economic and social changes as well as rapid technological advance. At the same time, it 
provides organizations with an effective tool of labour efficiency and management. 
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Challenges of the modern world 
The present European society faces various changes especially as a result of globalization. These are 
primarily the influences which bring challenges in the cultural, social and economic area and which 
also cause changes in the world demographic structure and, in the European context, population 
ageing too. Thus, a need for broader systemic solution arose. Since 1970’s European institutions have 
applied the concept of lifelong learning and education whose main objective is to create a competitive 
economy, which would also flexibly react to innovations and development of technologies. The key 
idea of the above mentioned concept is the development of human potential and active citizenship. 
Every individual should be able to succeed on the labour market and react effectively to the changing 
socio-cultural environment. These ideas have been applied in the EU within the whole society with the 
aim to create so-called knowledge society and have also been implemented as strategic developmental 
framework in companies – free movement of knowledge being a significant factor. The above-stated 
influences have determined changes in the area of education towards acquisition and development of 
relevant competencies. 
From the educational viewpoint, the concept of “competency” is therefore of great importance as it 
shifts educational goals and contents towards a new paradigm. At the same time it sets ground for 
innovative approaches to teaching and learning making the competency-based approach a crucial 
concept of the Czech curricular reform. They can serve as a tool which effectively contributes to 
successful management of various life-outcomes. The present society puts and will be putting greater 
demands on the development of so-called generic, key competencies (i.e. psycho-social) and 
professional competencies of its members. Requirements for the development, use, and recognition of 





Neither application nor development of the conception of lifelong learning is possible unless formal 
education is functionally interconnected with non-formal education and informal learning. These three 
educational forms can blend together and complement one another during the course of life. One of the 
means of the European development strategy implementation was, then, the creation of an effective 
tool through which knowledge and skills acquired outside of the official educational institutions could 
be assessed and formally recognized.   
The change in conception and contents of each stage of education is developed in relation to the 
concept of lifelong learning which reacts to current educational and developmental needs of both 
present and potential participants in initial and further education. Although the underlying principle of 
educational activities remains unchanged (knowledge is transferred from teacher to student), in 
modern society its form has been undergoing changes. In the reformed education system the role of 
teacher is now closer to the role of moderator and facilitator (especially in adult education), the teacher 
being the students’ guide who leads them to knowledge. Tasks are handled by teams, work outcomes 
are presented, problems are spotted and tackled, project work is used, etc. Modern information and 
communication technologies are equally influential in educational process. These objectives have been 
formally included in the general and specific European strategic documents.    
European strategic documents 
In Portugal, March 2000, Lisbon strategy was adopted which defines the strategic objective of the EU 
and the way towards its implementation for the period up to 2010. The goal was to become the most 
competitive and dynamic knowledge-based economy in the world, capable of sustainable economic 
growth with more and better jobs and greater social cohesion. Its main purpose is to promote 
economic growth and competitiveness of the EU. “The aim was to reform the labour market, social 
protection policies, and education and training to a new knowledge economy growth model” 
(Rodrigues et al., 2009, p. 74). Such Europe would attract investments and workforce, create more and 
better job openings and promote knowledge development as a growth factor. That meant support of 
research and development, innovations and education. The realization of lifelong learning was 
absolutely essential. The Action Programme set a goal for the European systems of education and 
training to reach top quality by 2010. In parallel processes supranational level of the action: European 
Areas – lifelong learning, tertiary education (the Bologna Process), professional education and training 
(the Copenhagen Process), and, of course, science and research.  
The need for formal recognition of learning outcomes has led to the creation of the European 
Qualification Framework, which takes into consideration the outputs from formal and non-formal 
education and informal learning. 
As early as 2006, the European Commission suggested developing the European Qualification 
Framework for Lifelong Learning, which is supposed to serve individuals as well as businesses as a 
reference tool for comparing the levels of certificates granted by different educational and training 
systems. The European Commission adopted a document called ‘Adult learning: It is never too late to 
learn’. It aims at promoting adult education, which is a vital component of lifelong-learning strategies, 
and stressing its crucial importance. The European Parliament and the Council of the European Union 
also adopted Lifelong Learning Programme 2007-2013. This programme aims primarily to foster 
interaction, cooperation and mobility between education and training systems within the European 
Community.  
In implementing the Community Lisbon Programme, the European Parliament and the Council of the 
EU submitted and passed a Recommendation on the establishment of the European Qualifications 
Framework for lifelong learning. The framework has 8 levels and encompasses all educational stages, 
from basic education up to doctorate level. Recommendation of the European Parliament and of the 





learning says that: ‘The development and recognition of citizens' knowledge, skills and competence 
are crucial for the development of individuals, competitiveness, employment and social cohesion in 
the Community. Such development and recognition should facilitate transnational mobility for 
workers and learners and contribute to meeting the requirements of supply and demand in the 
European labour market. Access to and participation in lifelong learning for all, including 
disadvantaged people, and the use of qualifications should therefore be promoted and improved at 
national and Community level.’ It is clear that taking full advantage of this will be possible only if 
relevant frameworks are developed at national level with unambiguous interconnection with the 
European Framework. 
Professional qualifications, based on competencies gained within primary and secondary education 
and further developed in tertiary education, should be an output from the National Qualifications 
Framework. These competencies cover all the underlying aspects of each particular occupation, 
including what is today the best practice, that is, abilities to adapt oneself to demands and knowledge 
yet to come and understanding situations which give opportunities to perform competently (Veteška, 
Tureckiová, 2008, p. 74). 
As the expiration date of this programme had been approaching, a successive document Strategic 
Framework for European Cooperation in Education and Training was adopted by the ministers 
responsible for education from all EU member countries during the Czech presidency (Education and 
Training 2020, ET 2020). Besides the ideas concerning European education by 2020 it lists four 
strategic goals, which are related to lifelong learning in their orientation (be it formal, non-formal or 
informal). Among the priorities are: 
1. Realization of lifelong learning and mobility 
2. Enhancement of quality and effectiveness of vocational education and training 
3. Promotion of equality, social coherence and active citizenship 
4. Increase in creativity and innovations including entrepreneurial abilities at all levels of education 
and training  
The strategic framework ET 2020 delimitates so-called European benchmarks – target figures of the 
average outcomes from all EU countries in common priority areas. These should be met by 2020. 
Among them the following are to be found: 
  in 2020 at least 15% of adults should be engaged in various forms of lifelong education, 
  in 2020 at least 40% of adults between 30 and 34 years of age should have accomplished tertiary 
education. 
This fact, along with further development of educational sciences opens up more ways of developing 
new, more effective tools to make adult education more purposeful, interesting and accessible. 
Competency-based approach is more and more used by companies as a tool for education, 
development and management of human resources. Thanks to this a new concept of “learning 
organization” has come into existence which is an analogy of the generally conceived “learning 
society”. Purposefully indentified and described competencies, needed for individuals and 
organizations (companies) to fulfill their targets and tasks, will make possible the completion of 
several homogenous sets (group and type of competencies, or competency-based models). There is a 
wide range of competency-based profiles and models along with certain ways to make them that can 
be utilized in many areas of human resources management and development since their aim is to 





and other types of growth, and provide them with HRD opportunities from entry level through senior 
or advanced levels of a job or occupation” (Dubois, 1993, p. 20). They are also important for 
performance assessment and have the capacity to be of help in career planning (see picture 1). 
   




Source: Veteška, Tureckiová (2008) 
The creation of learning organizations is carried out by in a stimulating environment that enables 
employees to develop professionally and motivates them to take the initiative and responsibility for 
their own growth within the organization (company). The optimization of company processes is 
subject to stating necessary competencies of each employee in view of their role within the company 
structure. Strategic model of human resources aims at greater efficiency of organizational dynamics 
and flexibility which enables the company to be competitive. The impact of competency-based 
strategic models on the organization’s economy can, among others, be expressed in these words: 
“Using a competency model helps remove the guesswork of where to focus scarce resources by 
differentiating between programmes with the most impact on performance and those with little 
relevance to behaviours people need on the job” (Sanghi, 2005, p. 73). It should reflect the employers’ 
demands that state the organization’s needs. Trends in the labour market development are thus 
represented requirements of worker’s qualification.  
Research on competencies in employees – interpretation of research results  
In 2009 a research was carried out within the funded project “Andragogical model of adult education 
based on acquisition and development of key competencies” sheltered by Czech Science Foundation. 
It concerned the dynamics of changes in the labour market demands for (key) competencies in 
managers and specialists, that is, abilities, skills, knowledge and attitudes now demanded by 
employers of their employees (both already hired and the new applicants).      
The main aim of the research was to monitor the development of the labour market, namely, to find 
out about current employers’ demands concerning acquisition and development of (key, generic) 





not limited to “key competencies” but comprised the whole category, that is, abilities, knowledge, 
skills and attitudes. The other part of the research was focused on development and education of 
employees, the role key competencies play in company strategies, and further development of the 
organizations. These questions are also significant with regard to the ongoing economic crisis and thus 
partly suggest possible changes in the field of further education.  The research did not primarily aim to 
compare the collected data in the context of the economic recession, although some aspects indicate a 
direct impact on the area of further professional education. One hypothesis, which concerns the 
dynamic increase in qualification demands of employers, reflects the current situation of the labour 
market demands, mainly as far as possibilities and trends in education of employees are concerned.  
In the first part of the research an analysis of job advertisements for managerial and specialist 
positions (from March to June 2009) was used, where the total was comprised of 796 advertisements 
for managerial and 849 for specialist vacancies. Only space advertising in country-wide daily print in 
the Czech Republic was included. The other part of the research was carried out by means of 
questionnaire-based enquiry among a selected group of employees. This enquiry was realized in the 
period between September and November 2009. The research was aimed at the tertiary sector of the 
economy, that is, the service sector, which carries great importance within national economy and has 
therefore big potential of growth. Employees occupying managerial positions (chief executives, 
directors, etc) were in the focus. For the sake of written enquiry a total of 550 subjects (corporate 
bodies) were randomly selected. This sample was enquired about their needs and the demands they 
had of their employees (in terms of abilities, skills, knowledge, attitudes and competence), the value 
they ascribed to key competencies, other competencies they liked to see in their employees, key 
competencies they expected to increase in importance, and which they help develop in their employees 
through internal or external educational sources (training, courses, development programmes, and the 
like).              
As of 2009, in the general conditions under which business in the Czech Republic takes place, the 
following employers’ demands in the area of knowledge, skills, abilities and personal characteristics, 
which jointly form desirable structure of professional and generic competencies, were identified: 
educational achievements (86%), gained practice (82%), foreign language (67%) and managerial 
abilities (45%). Communicational abilities and skills were regarded as an absolutely essential 
competency by the employers (77%), and so were decision abilities (69%), problem-solving abilities 
(64%), ability to carry responsibility (60%) and ability to motivate and lead others (56%).         
For employers in the Czech Republic so called special (specific) professional competencies are of 
greatest importance, especially those acknowledged by certification (formal qualification) and those 
gained through practice.  
In 2009, the most demanded competencies in managers (categories: essential, very important, 
important) were: 
• communicational abilities and skills (100%), 
• professional manners and behaviour (100%), 
•  managerial abilities and behaviour (97%), 
• adaptability (97%), 
• teamwork abilities, cooperativeness (99%), 





Those competencies which employers helped develop through further education were in 2009 
dominated by: 
• foreign languages (81%), 
• computer literacy (75%), 
•  communicational abilities and skills (71%), 
• managerial abilities and skills (65%). 
One part of the questionnaire focused on prospects, i.e. development potential of organizations. The 
following areas are considered to be the most significant by managers over the next 5 years: 
• acquaintance with new technologies and their use (73%), 
• development and innovation (65%), 
• improvement in communication with customers (49%), 
• corporate culture, including positive social relationships not only inside of the organization and 
loyalty (47 %). 
Time flexibility and willingness to travel are the areas with the least development. The question 
remains how best these competencies can be developed. Another such area is proficiency and effort. 
This competency was not marked as one of increasing importance by any of the respondents. 
Adaptability is also among the competencies being poorly developed, although respondents ascribe 
more importance to it than employers. The same is the case for time flexibility and willingness to 
travel, competence in working with information, and analytic and conceptual thinking, even though 
the difference is minimal here. However, the most striking difference can be found in willingness to 
learn and undergo further education. This competency is expected by the respondents to increase in 
importance in the future, along with foreign languages in the second, and competence in working with 
information in the third place. Interestingly enough, as far as importance was concerned, a decreasing 
trend was spotted in willingness to learn and competence in working with information.   
Conclusion and future perspectives  
The concept of key competency-based lifelong learning and education enables continual development, 
but most of all, change of professional orientation, adaptability skills and employability. At the same 
time, it forms a prerequisite for better balance of professional, private and family life, that is, various 
social roles (successful performance standards and patterns in different life situations). 
The aforementioned curricular changes, represented by competences and qualifications, by means of 
which learning outcomes are accentuated, are but tools for enhancing educational systems in Europe 
and will help to ensure opportunities to obtain recognized qualifications useful on the labour market 
and perfect competencies to be successful in work, social and personal life.  
Competency-based approach has significantly influenced the principles of human resources 
development and management as well as employers’ demands, or, more generally, the labour market 
demands. Globalized society is bringing not only a number of economic and social problems but also 
challenges and motivation tools, which lead to changes and innovation. These challenges and 
circumstances are closely related to changes in conceptions, contents and objectives of each type of 
education that has been developing in relation to the European conception of lifelong education and 





needs of both present and potential participants in further education as well as various target groups 
with specific educational needs, thus showing its social dimension.     
It is obvious that general education enhanced by key competencies will enable individuals to better 
react to the changing environment, while promoting lifelong education activities. In European Union 
formal processes in further education are now supposed to be related mainly to National Qualification 
Frameworks, which ought to serve the purpose of an output standard in the form of learning and 
educational outcomes.  
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